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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Achieving independent patrol status in October 2022 the way I understood the Policing culture changed. During this essay I will reflect upon the culture within the organisation, considering the risks of conforming to the culture and demonstrating my strategies for maintaining wellbeing and resilience. 

Gibbs Reflective Cycle, 1988, (Gibbs, 1988) is the model for which I will use for reflection. Gibbs Reflective Cycle is a structured experience based framework centres on experiences and incorporates 6 stages which aims to take a deeper look at a person’s thoughts on an experience, which in turn should help them improve on the next experience. This cycle is used predominantly within a professional workplace, encouraging deeper learning and understanding.

The first stage is “Description”. Describing the incident and what happened providing context for the next stages. The second stage is “Feelings”, this being divulging your thoughts and feelings on the situation acknowledging the positive and negative. 

The third stage is “Evaluation”, this is the discussion of the incident, what happened and looking at the positive and negative aspects. 

The fourth stage is “Analysis”, this stage revolves around being critical of the incident, understanding reasoning behind decisions made and any factors involved. The fifth stage is “Conclusion”, this stage refers to synthesising all the information gleamed from and understanding what you have learned and what you may do differently. 

The final stage is “Action Plan”, this final stage relates to the reflection and forward thinking into other incidents whereby you plan on how to tackle these situations in the future with the information uncovered from the previous stages. 



Organisational culture is the backbone of an organisations reputation and outlook. Encompassing the organisations systems of work, staff and values help create a unique culture specific to the organisation. This culture is at the forefront of way the organisation behaves, how decisions are made and helps express the beliefs and mind-set of the organisation and its employees. (Wong, 2020)


Policing culture is one which is ever-changing becoming more diverse and varied. With change in the attitudes or behaviours comes with it the stubborn distain from those who will not change, mainly those who have been police officers for many years. This dynamic and disparity is something that I noticed almost immediately when leaving the Learning and Development unit full of new officers and entering onto the front line with more experienced Officers. The older officers tended to be more stuck in their ways. The ideas, means and training which they had been taught and used  several years ago was ingrained into their mind-sets, this meant approaching them with anything new or different was an awkward encounter.  This stubbornness would translate into a reluctant, distrusting and dysfunctional work environment due to a lack of trust and fear of new ideas. This had a direct impact on my own wellbeing as I felt more stressed and also felt that my mental health was deteriorating which discouraged my work ethic and motivation. (Pedersen, 2023)


Policing culture has various strands, one being learning from making mistakes. This is a big part of police culture as due to the nature of the work done and stresses, people often make mistakes, but understanding mistakes is beneficial as it allows for growth and development. This would result in a more unified and understanding team dynamic as colleagues would help each other learn and grow. I felt that my resilience was encouraged and developed through understanding my mistakes but it also developed my team’s cohesion and support system which is a very important aspect in resilience as shown in a recent study performed by (Collier, 2021)

Using Gibbs Reflective Cycle (Gibbs, 1988), to reflect upon achieving independent Patrol status I describe the experience as one of development. Firstly, entering onto a new team not knowing anyone one or the area I was going to work was the first hurdle. 

Becoming an independent patrol officer came with a lot more responsibility and scrutiny. I would worry about what the team thought of me, and it had a profound impact on my wellbeing as I saw it affected my work self and home self. 


I feel that the experience of policing organisational culture and its impact on me was negative and also positive. Being exposed to a new level of responsibility helped me to develop on areas of improvement such as statement taking when dealing with victims and witnesses. The negatives of being exposed to such an organisational culture was the divide between myself and other persons, disagreements were frequent and sometimes got slightly out of hand. In reflection I could have dealt with things differently and had a more receptive and listening outlook with the team.


There are various factors which played into how things happened and why they did, these range from operational demand to low resource numbers on shift. In reflection, this caused me to feel somewhat overwhelmed and out of my depth. This influenced actions of mine such as how I acted interacted with colleagues as I was putting a lot of pressure on myself to live up to the standard of which my colleagues were at. 

From this experience of becoming an independent patrol officer, I have learned that policing culture is one which focuses on team bonding and cohesion. This ensures that even when resources are low and demand is high, the highest standards of service are delivered. I have also learned that being receptive of others and taking criticism on board is key to promoting self-resilience, wellbeing and making good improvements of personal abilities and skills. I will also use what I have learnt to influence my future decisions and action this in a professional and appropriate manner using realistic changes and actions. 

My own resilience was put to the test once an independent patrol officer. With having to adapt to new team members, new work environments and an all-new culture I felt that I had to be resilient. Resilience is the ability to overcome and adapt to changes, challenges and unexpected events in a person’s life, through the use of either physical or emotional adaptations to be resilient (American Psychological Association, 2022).  


There are various risks associated with conforming to organisational culture, such as acceptance of unethical practices in the workplace and not challenging these behaviours. As it relates to policing culture, this can range from unprofessional behaviour, repeated failure to comply with Codes of conduct and the unofficial norms of working going unchallenged by officers. This has its effects on not only the persons within the police, but the organisation as whole and its reputation. The further risks from this can be legal reparations and also from experience seeing internal reparations from Senior Command Teams and departments such as Professional Standards. (Levine, 2023)


In order to sustain a good level of wellbeing and resilience I enacted daily strategies. Firstly, I made sure to engage with all persons on the team I joined when I became independent. I did this by sitting in different areas of the parade room to be around different people and have different interactions. This encouraged rapport and support between myself and others and allowed me to feel accepted and apart of the team as shown in a study by (NHS, 2022) 

Secondly, I tried to maintain a healthy work life balance. I did this by ensuring I kept on top of my work and making sure that when I went home, I did not think about work. This ensured that I was able to separate the two and allow myself to switch off and have down time. This had a significant impact on my resilience as it allowed me to recharge and be able to start the next day with full energy and motivation. (Queensland Government, 2013)



In conclusion, policing culture had a wide range of impacts upon my wellbeing and resilience. It has both positive and negative effects.  The risks of conforming to this culture is a key point and being able to adopt plans to reduce these risks will help in the long term. The strategies I adopted to maintain my wellbeing and resilience were affective and made the transition into this policing organisational culture a lot smoother and more efficient than I expected. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

In this essay I will discuss a policing incident and its relevant issue. I will show an understanding of the arising issues and any prevalent cultural, ethical or language issues. I will evaluate my decisions made and highlight the rationale behind them. I will also consider the ethical side of approaches taken and I will take into account any consequences of my decision making.  To evaluate my decisions made, I will use the National Decision Model (NDM).

The NDM is a national standardised framework comprised of 5 stages to ensure that all decisions made on a day-to-day basis by all personnel are rationalised, informed and effective (Open University, 2023).The model  ensures that all decisions are assessed and reviewed in order to identify areas of weakness or improvement. The stages are “Gather information and intelligence”, “Assess threat and risk and develop a working strategy”, “Consider powers and policies”, “Identify options and contingencies” and finally “Take action and review what happened”.  

The Incident that I will be referring to came into the Public service centre as a 999 call where a female could be heard screaming. Officers attended on a Grade 1 Emergency response. Inside the property an elderly female presented with blood pouring from her right-hand. There were several considerations and issues, most important being that the persons were elderly and also unable to speak English. This meant any form of communication was near lost and establishing details would be a challenging task. The age of the persons also meant that consideration to their health and wellbeing was of paramount importance. Officers ensured they were comfortable and also that officers assisted them with things such as moving around. Officers utilised an interpreter in order to speak with both persons clearly and accurately using their native language of Bengali.  After using an interpreter, an allegation was made that the male had tried to stab the female to the stomach area. 

This incident had allegedly resulted from a verbal argument over Ramadan and fasting, this being the first inkling to officers of cultural issues relevant to the incident and persons involved. The issues of cultural divide and the impacts it causes on persons became prevalent (European Academy For Executive Education, 2019) This was the most relevant issue as it was the source and causation of the incident, but it also allowed officers an insight into the background and dynamics of the persons involved and their situation. Differing opinions resulted in changing family dynamics and issues arising within the family (Carteret, 2010)

When looking at social issues, public perception of the police is the most notable. Public perception is a key underpinning of current police culture and of high scrutiny within the public domain. Good perception is an effective tool in reducing crime, increasing public engagement and relations. It is a core concept of police interactivity. (College of Policing, 2013). Taking this into consideration; a major aspect of public perception is what the public see officers doing on a day-to-day basis. This social issue was most certainly thought about and actioned upon during the incident as officers adapted their policing style to suit the situation. The male was very vulnerable and due to this was assisted at all times, with officers on each side helping with his balance, helping him down steps and ensuring his safety. Family of the persons turned up on scene, they saw officers assisting the male down the steps of the property. They were informed of the basic circumstances and were thankful of how officers were treating and assisting the male. It is clear that adaptation to the given circumstance and social dynamic works well to show good social consideration and provide good public perception and engagement (College of Policing, 2013).

This leads into a legislative consideration, this being use of force. A controversial and emotive topic is the use of force. There are numerous Use of Force powers afforded to Police Constables, this ranges from Section 117 Police and Criminal Evidence Act 1984, Section 3 criminal Law act and common law (College Of Policing, 2023). These powers are also governed by various pieces of legislation to ensure that their use is proportionate, justified and not in violation of any law, rights or policies.  Different circumstances require a varied selection of tactics and options and in relation to the policing incident discussed above, the tactics used were adapted to the situation in a major way. The decision was made due to the male’s health complications, permanent catheterisation and age that the male was not handcuffed for his own personal safety. This decision was made using a dynamic risk assessment. The male was also unsteady on his feet and even with officers assisting him, it was in his best interests that he is not handcuffed. Any use of force on the male would need to have been justified, proportionate, legal, accountable, necessary and ethical in line with use of force guidelines. Use of force is something which a person can feel physically but also something that a person can interpret. Meaning that offices must exercise due care and caution when engaging in any forms of force, which can range from handcuffing, unarmed tactics to limb restraints (TNS BMRB, 2015)


The decisions I made during this incident were not only influenced by a dynamic risk assessment but also by a step-by-step framework which assists with rationale decision making. This being the National Decision Model (NDM). 

The code of ethics sits at the centre of the model. The code of ethics is a framework to standardise the expectation of all personnel within the police organisation and ensure the highest levels of professionalism are maintained (College of Policing, 2014). Thus, meaning that at any stage of the NDM, the code of ethics must be exercised incorporating all the Standards of professional behaviours and the reinforcement of the values set out in the code. 

I made a variety of decisions at the above discussed policing incident using the NDM and I will now discuss each stage of the NDM, 

On route to the policing incident I ensured to gain as much information and intelligence regarding the incident, the address as well as any persons involved. This was achieved through communicating with the Police control room who were able to provide any information found on policing systems.  This was to be as well prepared for any circumstance that colleagues and I may come across. This information provided me with the ability to make decisions around my own safety and also the safety of others. I was able to enter into the address based on the information to hand at the time in a safe and professional manner. When on scene, due to a language barrier, the ability to gather information was hindered significantly. Therefore, the decision was made to contact language line, an interpreter service, to gather as much information as possible. This decision impacts the rest of my decisions as it equips me with accurate and concise information which has an impact on the decisions I make later on as shown in (M, 2023)

From the previous stage I was able to conduct a dynamic risk assessment, this allowed for a clear assessment of the risk at scene.  The female had several wounds to her hands which caused significant bleeding. Although unknown how these occurred, the threat level has increased as there is the possibility of a weapon being used and injury caused. The risks became prevalent as once speaking to language line, a mention of a knife being used to attempt to stab the female during an altercation. My risk assessment encompasses this information and allows for a working strategy to be used. I become more spatially aware, giving myself space and time to react if necessary. I am more reactive to person’s actions, ensuring I am keeping eyes on them at all times. My working strategy is developed after gathering information from the interpreter. Given the allegation, both parties are separated, and movement is restricted to a singular room. This allows for reduced risk of further issues but also reducing the chances of any loss of forensic evidence. 

With all the information available at the time, consideration was given to the arrest of the male due to the allegation made. Consideration at this time is given to My powers and polices. At this time Section 24 PACE 1984 (Legislation.Gov, 2017), an arrest power becomes applicable. In that moment I made sure that all information obtained was accurate to ensure the justified and ethical usage of the arrest and detention power. The policies of the Code of ethics, ensuring professional standards of behaviour were used throughout. Not only this, but there are other policies that were considered and followed, these being the policy on Police issued Body Worn Video Cameras (NPCC, 2022) whereby I kept my camera on for a proportionate amount of time and used it on a case by case basis. My camera was on for the duration of the incident, placed onto the rear of the vehicle when the detainee was placed into the cell and then turned off when arrived in custody. I deemed this to be the appropriate time to turn off the camera as per the (NPCC, 2022) policy.

Using the previous stages, my options and contingencies were somewhat narrowed down. A serious allegation had been made and the male had been arrested. A search for evidence had been conducted with a negative result. This meant that my options were already underway and working well. My contingencies related however to the health of the male arrested. He was of elderly age and suffering with medical conditions. At that time, it was necessary to get him to custody as quick as practicable to ensure his wellbeing and comfort. The contingencies were that if the male’s health deteriorated, we would take him straight to hospital to be seen by medical staff. I believe that all options were thought of, and contingencies with plans were discussed

The final stage of my decision making process was to take positive action in relation to the incident. The male was arrested, and forensic enquiries were undertaken in support of an investigation. A scene was held to also further forensic opportunities. The final stage also means reviewing what happened. I have identified an area of improvement. Initially attending, I was slow to separate the parties. This could be done sooner to safeguard both persons until finding out the full circumstances. 

My ethical approach to my decisions made came from the point of safeguarding and vulnerability. I was dealing with an incident which involved two elderly persons of a different religion and culture. This meant that taking extra time to fully understand any differences was key. It also meant that consideration was made to taking more time speaking with the persons involved to make them feel safe and comfortable with police presence. The consequence to my decision making was that the decisions were not made as efficiently or timely as they could be as things were taken slowly and not rushed. 

In conclusion, the decisions made during this incident and my use of the NDM, ensured I made reasoned, justified and appropriate decisions based on the information gathered and circumstances presented to me. I believe my rationale for decisions was clear and concise, I made relevant considerations to my approach and the consequences of my decision making. I have shown an understanding of the cultural, social and legislative contexts and any issues that arose dealing with them effectively and appropriately. 
Word Count – 1925









Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

In this essay I will evaluate and discuss team dynamics looking respectively at their means of developing team cohesion exploring various theories of each and positives and negatives of team dynamics and their effects.


Team dynamics are the psychological and emotional foundations of team which have a direct correlation on the behaviour and workings of a team. Forming through relationships and interactions, dynamics are affected by things such as the work environment, team communication, team goals and persons on the team (Osborne, 2020)

A team dynamic theory of well-known knowledge is from Dr Bruce Tuckman. In 1965 he introduces the “Tuckman team model” (Tuckman, 1965). An initial four stage team performance model, this explained and explored the deeper sides to a team’s dynamic taking a close look at the relationships and behaviours. It is broken down into four stages “FORMING, STORMING, NORMING” and “PERFORMING”. Of note, in 1970 TUCKMAN added a fifth stage “ADJOURNING” 


Taking a look at the first stage of Tuckman’s model “FORMING”, this relates to the initial building blocks of the team. This is where we see a high level of reliance on the team leader with individuals not undertaking any specific roles or responsibilities. There is one main clear role, the leader, whom undertakes responsibility for all on the team as well as the co-ordination and direction of the team and its members.  This is where we can see that teams at this stage cannot function effectively or efficiently. They are unable to work cohesively, with no clear goals or objectives there is a lack of drive to move forward or improve. Team cohesion at this stage can be improved by encouraging team inclusion and acceptance, bringing the team together to build relationships and rapport. 

Stage 2 of the model, “STORMING”, a team becomes more expressive, and members begin to voice themselves and their opinions in a more challenging light. Members begin to converse more, cohesion levels rise as persons engage and opinions, views and goals become an agreed topic. There is still uncertainty within the team as divides begin to show, groups form emotional bonds however this can become a distraction from the real goal. There is still room for improvement at this stage, responsibilities need to be arranged and cohesiveness is still not as efficient as it could be. 

Stage 3, “NORMING”, clarity between members comes apparent. The leader is able to facilitate and arrange the team effectively will respect and good response from the members. The team as a whole at this point get on well, they are able to discuss beliefs and opinions freely and have effective engagement. They are able to receive delegation from the leader of the team who can effectively enable the team to carry out the work needed. This is the middle stage, nearing a team with effective and consistent cohesion.

Stage 4, “PERFORMING” at this point the team is much more strategically aware. Members are aware of their roles and responsibilities and undertake these with due diligence on a daily basis. The leader is also to take a step back and oversee the team compared to leading or facilitating the team as per previous stages. The team are able to manager inner conflicts between members, dealing with issues, making positive changes and moving forward in a good light. 

TUCKMANS model highlights the idea that a team needs to go through sufficient change in order to become effective and consistent. It is evident that change occurs over time and with clear efforts to build a cohesive team through implementing strategies a team can overcome any challenges and work to the best of its ability (Herrity, 2021)

The Tuckman Model,1965, is very much applicable in a policing-based team. A police  team consists of multiple members from varying backgrounds, having diverse beliefs and will work to different standards. This diversity is improving as of today seeing larger numbers of BAME police officers, notably in recent statistics published on May 2023 by the UK Government showing that from 2021 – 2022 the percentage of Asian police officers increased by 0.3%, and Mixed race officers by 0.2%(Home Office, 2021) With this diversity the Tuckman model comes into its own, with its stages able to bring officers from different backgrounds together to overcome differences to build a more effective and efficient team. 

 There are several ways that team cohesion can be improved within a team dynamic. A slow process achieving team cohesion is a difficult task, especially if entering a new group to work with. Firstly, establishing a consensus for goals. This will allows for a shared sense of determination and achievement. It allows team members to work together to achieve their shared goal. Secondly, a team leader must lead by example. Teams work well if they see their leader performing the painstaking tasks or undertaking the toughest challenges and this shows a good sense of character (Scully, 2022). 

Feedback is another effective builder of team cohesion. Feedback be it positive or negative allows for individuals to grow and improve, over time this will translate to better more efficient team members who can pass this feedback and help onto other team members creating a much more productive and well-rounded team. This directly impacts cohesion as a team who trust one another and all work to the same standard are a more efficient team. (Singh, 2022)

Within a team dynamic there can be inter-personal conflict. This where two or more persons involved in some form of relationship with varying beliefs, views, opinions will clash regarding said view or beliefs (HARAPPA, 2021). 

A fairly normal practice however this can occur within a team dynamic especially with diverse teams. This conflict can be seen by some as a good thing. It helps to develop resilience towards opposing viewpoints, helps to build engagement and discussions between disagreers and sometimes it can bring persons closer together. However, the other side of it is that at times it can create an awkward and uninviting team dynamic. Persons who are reluctant to listen to others or engage with them create tension and issues within a team dynamic which has a direct impact the team as well as individuals work standard and drive (Risser, 2022). 

A team leader is not exempt from interpersonal conflicts either. A team leader must take charge of situations whereby conflict is arising and settle it effectively. Team leaders must take control of the situation as to not let it become the norm within the team. This can lead to a negative dynamic which centres on certain members and creates an unhealthy team for all involved. The team leader should take control, set out strategies and settle differences or disagreements to help colleagues to look at different viewpoints and to understand each other’s differences, strengths and weaknesses thus overcoming interpersonal conflicts (Brett and Goldberg, 2017)

In order to improve and enhance a person or teams’ strengths and skills, strategies can be implemented in order to facilitate this improvement and to create workplace dynamic or team structure which allows for the continuous improvement over prolonged periods of time. A good team is built on the foundation of trust, this allows for members to feel better connected with each other and having more validation about how they feel. A strategy of allowing team members to express their opinions or views will build trust and create a cohesive team dynamic (Meier, 2021) However, Elaine Biech Writes in 2007 that “Individuals may use the team as an excuse for a lack of performance” (Biech, 2007). This showing individual team member’s may recluse themselves, blame others and not be responsible. This can be the causation for the lack of team cohesion and drop in standards and effectiveness.

An identified strategy to improving team performance and resolving conflict is “Negotiation” as described in (Cook, 2009). Negotiation is a recognised strategy of taking into account all persons views, opinions or needs and discussing them with all involved. This allows for a more approachable team dynamic, encouraging a team leader to take control and overcome issue which in turn improves overall team performance. 
Team dynamics constantly shift within a policing sense due to the amount of times which team members move around from team to team. This has an adverse effect on the effectiveness and ability of the team. Tem dynamics play a crucial role in the way behaviours, actions and values are shaped within the police service. When teams display poor or dysfunctional traits and dynamics they contribute to a fall in the compliance with the expected standards of police officers and the compliance of policies and procedures. 

This has been seen in current situations such as “Operation Hotton” the investigation by the Independent Office of Police Conduct into malpractice and concerning behaviour of Officers at Charring Cross station within the Metropolitan Police Service (IOPC, 2022).This happens in various ways, such as when a team considers and prioritises cohesion over individual judgement. A team will make sure that member’s get on with each and that there are no ill feelings or disagreement which leads into the team being less critical of its decisions. This also occurs when persons do not challenge behaviours but instead accept it as the norm and continue the bad habits and poor standards.


In conclusion, the intricate dynamics of a team are one of which the study into them is vast and extensive. These theories provide a significantly informative understanding of team cohesion and the reasons why sometimes teams do not function to the best of their ability for reasons such as disagreement and lack of understanding of opposing views. As such, interpersonal conflict is apparent in almost all teams and it is something which requires strategies to mitigate this and amplify individuals and teams performance respectively. These strategies help the transgression of a team with a shift in values, a growth in understanding and overall achievement as a collective. The complex world of policing lends itself to team dynamics due to the every changing nature and members of a team. By introducing standardised policies, procedures and values has allowed for a structured organisation that ensures as much adherence as possible within its workforce. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:
This essay will explore and explain the uses and benefits of information and intelligence in the disruption of present day criminal activity. I will explore how it is developed and assessed and how all the information and intelligence is implemented through effective policing of the roadways. Agencies such as the police have had to combat such activity in recent times with new equipment, laws and strategies, this essay will make reference to the usages of investigative resources such as Automatic Number Plate Recognition and its effect on criminal activity. 

Information is the physical data comprised from various sources be it from a study or an investigation. This information comes in different forms such as digital media like messages, or quantative information such as polls and surveys. (Merriam-Webster, 2019).

Whereas Intelligence is the by-product of information. It is analysed and assessed information which has been developed and reviewed in which it can then be used as a strategic tool in order to create methods, tactics and strategies to combat a targeted issue. It can also be used to gain insight into an individual or groups ideology, modus operandi in relation to a certain activity and helps highlight what areas can be targeted and how (National Crime Agency, 2019).

In today’s modern society, criminal activity is reaching new extremes, from involving younger persons, to conducting complex and sophisticated activities which poses a significant risk to public safety. In recent years, a rise in knife crime has become a significant public safety concern, in the year ending March 2023, there was a 5 percent rise in offences involving knifes compared to the year of 2022. Even more worryingly, this figure for the year ending 2023 is 34 percent higher than that of year 2010/2011 as per Office for National Statistics numbers published in 2023 (Office for National Statistics, 2023). With this in mind, the police
Must obtain information and develop intelligence to counteract this disparity between civility and austerity. 


Information gathered by the police plays a substantial role in the implementation of operational strategies and resources. Information is gathered by the police in numerous forms, this being from foot patrols engaging with members of the public and being provided information regarding issues with crime. There are also online means of providing, taking a look at South Wales Polices’ website the tile “Tell us about” along with “Report” is visible on the home page. This directs users the chance to disseminate information to the police about a variety of matters (South wales Police, 2023). 

This gathering of information helps to form the understanding of issues and crime. Information is abundant in the digital era of today, this has become clear that the police must leverage this information to decipher patterns, methods and characteristics of criminals and the activities they undertake. The roads policing aspect of this bears substantial impact as the criminal activity through the use of the arterial routes and back roads is more relevant in today’s age. Police forces such as Cheshire Police have enacted operations in order to combat criminal activity using the roadways, one being “Operation Enforcing” (Cheshire Police, 2022). This operation aims to target the roads within the force area, namely the arterial routes such as the M6 whereby there have been several fatal Road traffic collisions (RTC) as well as targeting drink and drug drivers. This is a well-planned out operation as not only are they targeting drink and drug drivers, but at times these persons are interlinked with criminality and as such this operation also has secondary targets such as county lines and drug transportation. Persons who use drugs are in contact with persons of a criminal nature, they are exposed to the inner workings of a criminal world and this results in the unexpected exploitation of persons for the benefit of organised crime groups (OCG). 

The exploitation of persons for their use within an OCG is becoming a more pressing issue at time goes on. Younger persons are being coerced and coaxed into interacting with certain persons who offer them money, gifts, and sometimes housing in return for the act of picking up and delivering drugs to different locations. These vulnerable persons take on the most risk (NSPCC, 2021). 

The utilisation of vehicles such as cars and bikes is a tool used by OCGs to streamline and facilitate a more dynamic method of moving and delivering drugs or even people. Strategically, the police have to be adaptive and consistent in their resourcing and efforts in order to deploy and act upon any information and intelligence. Intelligence plays a key role in the deployment of resources, when vehicles are linked to drug dealing, movement or OCG involvement roads policing teams are able to deploy with the necessary equipment and skills. This can range from officers who are Stinger trained, Authorised to pursue vehicles and also those authorised to conducted TPACs, Tactical Pursuit and Containment tactics. The use of these skilled of and deploying them to certain areas visited by OCGs allows for the proactive and informed process of disrupting the groups and their activities.


A tool that police forces are using to target criminal activity with roads policing is Automatic Number Plate Recognition software (ANPR). ANPR is a nationwide camera-based detection system which reads number plates from moving vehicles and identifies them. Developed in the late 1970s ANPR technology was displaced throughout London in 1993 in what is known as the “Ring of Steel”. Since this time, cameras have placed on major arterial roadways as well as on more rural roads, covering a significant amount roads of which motorists use (ANPR International, 2023).

ANPR systems have revolutionised the timeframe of information being relayed to operation officers. A live time feed system has enabled officers to be deployed on the ground whilst receiving what are known as “Hits” on mobile and in car devices. “Hits” is a term for when a number plate is read and with that number plate there is valuable information or intelligence for which officers may be able to act upon. Officers are able to rapidly deploy in pursuit of such vehicles enhancing their operational success and efficiency. In line with database systems linked to the ANPR, this allows for an array of information such as owner details to be found and passed instantaneously. ANPR systems are able to track patterns which encompass times, dates and specific roads that a vehicles uses. This creates a significantly more intelligence-based deployment of resources in order to target criminal activity. 
ANPR can also understand and map when vehicles travel in convoy, which allows for intelligence to be developed after information has been gathered.  An effective and useful tool which is under continuous improvement and development. 


Speaking from an experience point of view, I have had my own experiences with ANPR and the use of effective roads policing. To name an incident, a Mercedes style sprinter van had failed to stop for Roads Policing Officers. Officers lost sight of the vehicle and were unable to locate it for some time. Using ANPR cameras the route the van took on a daily basis was analysed, and officers deployed in these areas, myself included as a trained STINGER operator. STINGER being a tyre deflation device.  As per the intelligence gathered through ANPR, the vehicle travelled this route and was intercepted by officers. STINGER sites were set up using ANPR intelligence and STINGER was deployed and was successful on the vehicle. The driver was arrested, and a substantial number of controlled substances were found within the vehicle. Through this use of ANPR, officers were deployed strategically which ensures success and helps to overcome operational resource deficiencies. 

ANPR is also used by companies and organizations. In the example of Euro Car Park, a car park management and land company, they enforce parking fines and permits using ANPR cameras (Euro Car Parks, 2023) The company places cameras on the entrance and exit areas of car parks. This shows the diverse way ANPR can be used to deter crime and enforce rules and regulations. This in turn also helps with having a larger number of cameras displaced throughout cities and towns. 

The use ANPR must be done with control, adherence and thought towards the nature of ANPR and its data collection. Data protection is a major contributor to the opposition of ANPR, with persons concerned over the data it collects and where its stored. ANPR must follows the guidelines of the Data Protection Act 2018 which governs how personal information is used and stored by organisations or government. (Government of UK, 2018). This act sets out several principles which ensure that the information is used for example, lawfully, fairly, kept for no longer than necessary and more. This ensures that persons are not targeted by the collection of data and each person is treated equally when in contact with such system.



In conclusion, the use of ANPR and information and intelligence allow for a cohesive and strategic fight against criminal activity. Intelligence and information can be fed into the ANPR system, which in turn creates and develops further information and intelligence. ANPR is a technological feat which has expanded roads policing response to criminal activity. Criminal activity of all kinds is at the helm of ANPR systems, with targeting of the use of vehicles in turn affecting and disrupting national crime network and organised crime groups. ANPR is an almost invisible system which means that constant data is supplied without criminal groups knowing, allowing for an unmatched tool for the police to use to their advantage. ANPR as an investigative resource is effective and efficient, with the disruption caused to criminal activity on a national scale. The affects felt will ripple through the criminal underworld, with various crimes and activity, large or small being affected positively in hopes of creating a less crime filled society. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
[bookmark: _Hlk143871576]Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

     x
	Low 
1-4 
	Med 
5-7 

    x
	High 
8-10 
	 I believe that my knowledge currently sits around the 7 mark. However, it should be higher. I am aware of various legislation that I use on a daily basis as well different laws and powers given to warranted officers. 

S – In order to improve in the future, I will specifically research civil case law and legislation. In an attempt to engage a deeper knowledge base of this area to incorporate into my policing knowledge. This being relevant to my knowledge base and policing role

M – Looking at the area of improvement I will measure my progress through testing myself each week on different laws, definitions and hopefully obtaining a broader understanding where I am able to retain this information learnt

A - In reality the amount of information I will be able to retain may not be as much as if I was working a less stressful and full-time job. However, I expect to see some progress as I will  put in a certain number of hour each week to improve. 

R – My progress will be based on relevant law and theory, such as crimes that I may encounter or deal with. I will aim to progress within a mater of weeks, this a realistic amount in respect of the time I will have.

T – I aim to progress within a set period of time, this to ensure that I have enough time to see sufficient progress but to also narrow down the timeframe which will create more pressure to complete the work keeping me more focused.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
    x
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
    x
	 I believe that my skills are currently at a rank of 8. I am an equipped officer who is able to demonstrate an effective skillset on a daily basis in response policing. 

S - I have undertaken numerous courses in order to enhance my skillset such as STINGER and TASER.
These course allow for my skillset to develop, allowing me to continue working to a high level of standard expected from South Wales Police. Specifically, skills such as statement taking will be the aim of this improvement as this is a daily skill used

M – I will measure my skillset through peer review, checking whether I am maintain the skills I have been taught and if there is room for improvement. 

A – I believe it is accessible and achievable for me to improve my skillset, as a response officer dealing
with numerous persons and crimes means that my skillset is broader than most. 

R – My improvement and maintenance of skills realistically is something I will do through daily work. I will also make sure that my improvement is reasonable, and I keep note of improvement.

T – The time frame I will set for myself will be approx. 2 months. Skills I have learnt, some are not ones I use daily; therefore an appropriate time frame is needed to gain a deep understanding of my skills.   
 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
  x
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
   x 
	I am not an experienced police officer. 1 year and 7 months is a very miniscule amount of service, given this my experience of different calls is still somewhat small. 

S – in order to build on my experience, I can only take time and continue with the daily response policing duties I conduct. Experience will come over time. What I can do specifically is go to different calls and expose myself to a realm of different things to aide my experience level.

M - I can measure my improvement in experience through talking to colleagues and gaging whether my experience is better and if I am able to use it to my benefit

A - The way I can improve and build my experience is to continue what I am doing now which is having a positive mindset for work and going into each day of work looking to learn and build on the previous day. This is how I will achieve my goals of improvement.

R – In todays policing, experience will come over significant period of times. I will develop experience everyday and will improve most days, this I will take with me and make note of over a long period of time to be able to synthesise information and work off. 

T - The time frame for this I cannot conclusively set. It will take an extended period of time and this I will keep record of and view each week in order to view progress and maximise my efficiency.  
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